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Abstract 
The current highly competitive market where generation of information has exceeded classical production approach, requires much 
more participation of employees’ to organizational processes, actions and decisions. It is expected to have higher information 
sharing and coordination among employees as a result of applications of modern management. However, for various reasons, it is 
observed that employees remain indifferent or silent vis-à-vis their organizations. That silence prevents emergence of new ideas, 
synergy and creativity at an organization. Improvement of the organization and its adaptation to changing conditions at highly 
competitive environment depends on employees’ opportunities to present their knowledge, wishes and suggestions about the 
organization’s change and improvement freely and also on existence of convenient organizational environment. This situation can 
be described as organizational sound. At the presence of inconvenient organizational environment, organizational silence will be 
present. In order to avoid negative effects of organizational silence, the concept of “whistle blowing” has being used at the literature 
as one of the tools since 1990s. The main purpose of this study is to analyze the relation between organizational silence and whistle 
blowing among the teachers who work at primary and secondary schools. Therefore, the differences between the teachers’ 
organizational silence and whistle blowing perceptions and their gender, age and years of experience as teachers are examined.     
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1. Introduction 
 
Globalization, information age, democratization, communication information technologies, internet, satellite 
technologies and worldwide competition requires organizations to have modern, competitive and dynamic 
management structure and also employees who take more responsibility, carry out initiatives, establish effective 
communication and share information in order to meet continuously increasing and changing customer expectations  
and to improve the quality of goods and services. At the same time, the concept of organizational silence is seriously 
effecting organizations (Zerenler, 2011).  The phenomena of silence widely mentioned at Turkish idioms and proverbs 
and it is also a common advice which spreads from mouth to mouth at informal relations. Turkish idioms and proverbs 
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like “keep your nose clean, just do your job”, “speech is silver but silence is gold” openly suggest that speaking may 
put people in trouble (Çakıcı, 2007). Improvement of the organization and its adaptation to changing conditions at 
highly competitive environment depends on employees’ opportunities to present their knowledge, wishes and 
suggestions about the organization’s change and improvement freely and also on existence of convenient 
organizational environment. This situation can be stated as organizational sound (Zerenler, 2011). At the presence of 
inconvenient organizational environment, organizational silence will be present. Organizational silence is potential 
threat to organizations’ change and development and it is the situation where employees cannot express their 
suggestions and ideas freely. That forms a big barrier to the development of a pluralistic organizational structure 
(Morrison & Milliken, 2000). 
 
At the dictionary of Turkish Language Association, silence is defined as the situation where no sound exists 
(TDK, 1998). According to Henriksen and Dayton (2006), organizational silence means speaking very little or taking 
very few actions at the collective level when an organization faces serious problems. The concept of employees’ 
silence is a new study area in Turkey and very few studies have been conducted on it so far. The topic is also a new 
topic at the international level. At the management literature, employees’ silence can be attributed to Hirschman who 
tried to define the concept for the first time. Hirschman defined silence as keeping quiet and passive loyalty (Eroğlu, 
Adıgüzel, Öztürk & Can, 2011).  
 
Although silence was perceived as a positive employee attitude during the 1970s, beginning in the early 1990s, 
modern and up to date approaches started to give importance to employees’ attitudes at organizations’ adaptation to 
developments and changes, therefore the concept of organizational silence started to be perceived negatively. At the 
present globalized world where generation of information has exceeded classical production approach requires much 
more participation of employees’ to organizational processes, actions and decisions. Hence, organizations are 
currently giving much more importance to procedures and applications like team work, self-governing groups, 
spreading and empowering organizations’ internal democracy. As a result of those modern procedures, it is expected 
to have higher information sharing and coordination among employees. However, for various reasons, it is observed 
that employees remain indifferent of silent vis-à-vis their organizations. That silence prevents emergence of new ideas, 
synergy and creativity at the organization (Gül & Özcan, 2011). At the study conducted by Amah and Okafor, results 
indicated that while a negative correlation exists between silence and business estimation, a positive relation has 
detected between managers’ attitudes to silence and employees’ silence. Based on those results, it is emphasized that 
silence has an instrumental role among organizational loyalty and top manager(s) (Amah and Okafor, 2008). 
 
Dyne, Ang and Batero have conducted a study for conceptualizing organizational silence. In that study, by taking 
the main motivations as a base, silence types were classified (Dyne, Ang and Batero, 2003). Different reasons may 
cause organizational silence. Morrison and Milliken analyzed difficulties in decision making by examining 
employees’ concerns and worries related to their jobs. Answers of questions like, ‘what kind of decisions do 
employees make in regard to speaking out or keeping silence’, ‘on which subjects do employees usually keep silence’, 
‘how can employees be encouraged to speaking out’ were sought at that study. Preferences of speaking out or keeping 
silence are directly affecting relations among employees. The results indicated that various personal and intra-
organizational factors are encouraging silence (Morrison and Milliken, 2003).  
 
According to the cognitive contradiction theory introduced by Festinger in 1957, if a belief, information or 
attitude of person requires the opposite of another belief, information or attitude of the same person, cognitive 
contradiction exists among those two believes, information or attitudes. According to the theory, since those kinds of 
contradictions cause discomfort at a person, they cause an incentive at the person to get rid of the contradictions.  In 
other words, existence of contradiction is a satisfying incentive for a person to make an effort to be relieved from 
contractions (Kağıtçıbaşı, 2006). At Festinger’s cognitive contradiction theory, people avoid information, feelings and 
attitudes which may contradict their goals within the organization and they make effort to protect the status quo. When 
the theory analyzed with respect to attitude of silence, it can be concluded that people may abandon speaking out in 
order to avoid the tension that may follow voicing a matter. Another way of getting rid of contradictions is to sustain 
silence attitude by convincing himself that the attitudude of silence will not cause too much negative results. Lastly, an 
individual may try to prove righteousness of his attitudes by putting forward ideas which legitimize and justify his 
attitudes.  Under various conditions an individual may keep silent. The import issue is to find out the motivation for 
silence and to eliminate those motivations. In other words, the primary goal should be to eliminate the situation which 
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puts an individual into a contradiction (Şekerli, 2013). The situation where an individual remains silent by changing 
his believes and attitudes in order to achieve his goals is analyzed within cognitive contradiction theory (Demir & 
Demir, 2012).  At their study which classifies organizational silence at organization level under information and 
organizational learning Blackman and Sadler-Smith (2009: 573) mention two main dimensions. The first dimension is 
employees remain silence, the second dimension is that employees are kept silence (silenced).  Internal and external 
factors effect formation of organizational silence; personality, status and role, attitude, culture, organization’s culture, 
behavioral level, organizational climate, high level managers’ attitudes, organizational trust, group ideas and group 
pressure, organizational socialization and the fear of exclusion (Zerenler, 2011). Forming a competitive and learning 
organizational climate where employees feel themselves belong to the organization, information produced and shared 
among departments, different products and services produced based on that information is closely related to efficient 
utilization of organization’s internal communication channels. Otherwise, problems will not be detected at early stages 
and they may be transformed into more serious problems and this situation will cause loss of energy, time and 
productivity for the organization.  
 
In order to avoid negative effects of organizational silence, the concept of “whistle blowing” has being used at the 
literature as one of the tools since 1990s. The phrase of “blow the whistle” is not used at English language very often 
and one of its meaning at dictionary is to expose a person who malpractices 
(http://dictionary.reference.com/browse/blow+whistle).  The concept of “whistle blowing” is defined as the situation 
of exposing an inter-organizational illegal / immoral situation by former or currently working employees to the people 
or organizations who may have effect on the matter (Sayğan & Bedük, 2013). For protection of the society and public 
interest, exposing illegal actions and situations is extremely legal, appropriate and needed behavior (Dozier & Miceli, 
1985). Whistleblower is the person who expose inter-organizational wrong, immoral and illegal incident. That 
incident, for example, might be breaking the law, threat to public interest, health and security violations and 
corruption. Whistleblower may expose his accusations internally (within the organizations to managers or other 
employees) or externally (judicial authorities, media or organizations related to the subject) 
(wikipedia.org/wiki/whistleblower -accessed on: 20.11.2013). Miceli and Near (1992) define whistleblowing as a 
process composed of four stages. Those stages are;  
i. Occurence of  a precipitating illegal or immoral incident and employee’s tendency to expose the incident, 
ii. Information gathering of the employee about the incident and his discussions of the matter with others, 
iii. Employee’s disclosure or leaving the organization or keeping quiet, 
iv. Possible vengeance behavior of other employees’ vis-à-vis the whistleblower.  
 
 
2. The Purpose of the Research  
The puspose of this research is to analyze the relation between organizational silence and whistle blowing 
among the teachers who work at primary and secondary schools. Therefore, benefiting from Kahveci and 
Demirtaş’s study (2013), answers for the following questions have been sought: 
 Are there any significant differences at the teachers’ organizational silence perceptions based on gender? 
 Are there any significant differences at the teachers’ organizational silence perceptions based on age? 
 Are there any significant differences at the teachers’ organizational silence perceptions based on their work 
experience? 
 Are there any significant differences at the teachers’ whistle blowing perceptions based on gender? 
 Are there any significant differences at the teachers’ whistle blowing perceptions based on age? 
 Are there any significant differences at the teachers’ whistle blowing perceptions based on their work 
experience? 
 Are there any relations among the teachers’ organizational silence and whishtle blowing perceptions? 
 
3. The Method 
 
3.1. The Research’s Model 
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This study is at relational screening model which is one of general screening models. Relational screening models 
are research models which aim at determining the existence and level of simultaneous changes among two or more 
variables (Karasar, 2005). 
 
3.2. Population and Sample 
 
The population of the study is the teachers working at primary and secondary schools in Konya city center and the 
sample of the study are 251 primary and secondary school teachers who are randomly selected from the population. 
The distribution of the teachers according to various variables is presented at the table below:   
 
   Table 1. Frequency and Analysis Table 
Variables f % 
Gender 
 
Women 98 39,0 
Men 153 61,0 
Age 25-30 years 47 18,7 
31-35 years 46 18,3 
36-40 years 59 23,5 
41-45 years 49 19,5 
46  years and above 50 19,9 
Teachers’ Educational Status Undergraduate 221 88,0 
Master 30 12,0 
Teachers’ Maritual Status Married 225 89,6 
Single 26 10,4 
Years of Experience as a Teacher 1-5 years 52 20,7 
6-10 years 51 20,3 
11-15 years 62 24,7 
16 years and above 86 34,3 
Teachers’ Branches 
 
Turkish 21 8,4 
Information Technologies 13 5,2 
English 22 8,8 
Social Sciences 20 8,0 
Mathematics 23 9,2 
Class Teacher 65 25,9 
Preschool Teacher 13 5,2 
Special Education  13 5,2 
Science and Technology 16 6,4 
Technology and Design  10 4,0 
Physical Education 6 2,4 
Music 6 2,4 
Psychological Counseling and Guidance  11 4,4 
Religious Culture and Moral Knowledge 12 4,8 
Total 251   
 
When personal information of the teachers who participated in the study examined, it can be observed that 98 of 
them (39 %) are women and 153 of them (61 %) are men. According to ages of those teachers, 47 of them (18.7 %) 
are 25-30 years, 46 of them (18.3 %) are 31-35 years, 59 of them (23.5 %) are 36-40 years, 49 of them are 41-45 years 
(19.5%) and 50 of them (19.9 %) are 46 years and above. Based on educational status of those teachers, 221 of them 
(88 %) have undergraduate and 30 of them (12 %) have master degrees. When marital status of those teachers 
examined, it can be seen that 225 of them (89.6 %) are married and 26 of them (10.4 %) are single. Examining years 
of experience as a teacher shows that, 52 of those teachers (20.7 %) have 1-5 years of experience, 51 of them (20.3 %) 
have 6-10 years of experience, 62 of them (24.7 %) have 11-15 years of experience and 86 of them (34.3 %) of them 
have 16 and more years of experience. Teachers from various branches participated in the study and 21 of them (8.4 
%) are Turkish, 13 of them (5.2 %) are Information Technologies, 22 of them (8.8 %) are English, 20 of them (8.0 %) 
are Social Sciences, 23 of them (9.2 %) are Mathematics, 65 of them (25.6 %) are Class, 13 of them (5.2 %) are 
Preschool, 13 of them (5.2 %) are Special Education, 16 of them (6.4 %) are Science and Technology, 10 of them (4.0 
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%) are Technology and Design, 6 of them (2.4 %) are Physical Education, 6 of them (2.4 %) are Music, 11 of them 
(4.4 %) are Psychological Counseling and Guidance, 12 of them (4.8 %) are Religious Culture and Moral Knowledge 
teachers. 
 
4. Data Collection 
 
In this research a survey has been used. Survey questions are composed of two sections. The first section is 
composed of 8 questions related to ‘Announcing immoral behaviors (Whistleblowing)’. In that section it is benefited 
from Tak’s study (2010) titled as “Reporting Incidents Threatening Patience Security at Hospitals: A Comparative 
Research Covering Turkey, Azerbaijan, Bosnia, Albania, Lebanon and Syria”. The scale with 9 items was translated 
and used at hospitals by Tak. Since one of the items is related to health personnel it was removed from the scale and in 
this study a scale with 8 items has been used. “I would share the incident with people out of the company”, “I would 
inform legal authorities” and “I would remain silent” are some of the questions in this scale (Sayğan & Bedük, 2013). 
In order to determine the level of organizational silence, in this study Organizational Silence Scale (OSS) which 
was developed by Kahveci and Demirtaş (2013) has been used. Kahveci and Demirtaş conducted reliability tests while 
developing the scale and they calculated Cronbach Alpha .883 in order to have high reliability results. The scale was 
prepared by Kahveci and Demirtaş in Likert type and it includes Completely Agree (5), Agree (4), Agree to a certain 
degree (3), Do not Agree (2), Do not Agree at all (1). Three factors were achieved; (1) Teacher, (2) Manager, (3) 
Medium. Those factors explain approximately 42% of the total variance. For Kaiser-Meyer-Olkin (KMO) Sampling 
Efficiency Scale (SES) .799 taken as adequate and Barlett Test was calculated as 1727.568. In addition, for the 
purpose of determining personal variables, an information form was used (Kahveci ve Demirtaş, 2013). 
 
5. Data Analysis   
 
While conducting analysis based on the teachers’ ages and years of experience, variance analysis technique was 
used, but for the analysis based on gender t test was used. In order to determine the relation between the teachers’ 
organizational silence and whistleblowing, Pearson’s Correlation Analysis Technique was used. 
 
6. Findings 
The results of analyses are presented in the tables below. 
 
Table 2.  t Test Results of the Teachers’ Organizational Silence Perception Based on Gender Variable 
 Gender N X Ss sd t P 
Manager Woman 98 10.57 2.85 249 1.375 .469 
  Man 153 10.07 2.71 
Teacher Woman 98 32.02 5.49 249 -.172 .032* 
  Man 153 32.16 6.95 
Medium Woman 98 11.09 2.49 249 1.177   
.169  Man 153 10.68 2.76 
Organizational Silence Total Score  Woman 98 53.68 8.74 249 .596 .065 
Man 153 52.92 10.42 
*p<,05 
 
According to the data in Table 2, at Manager extent women participants’ average is X =10.57 and men’s average is 
X =10.07. At Teacher extent women participants’ average ( X =32.02) is lower than men participants’ average 
(X=32.16). There is a significant difference between the averages of women and men participants at .05 level (p<,05). 
At Medium extent while men participants’ average is X =10.62, women participants’ average ils X=10.68. There is no 
significant difference between the averages participants at .05 level. Those findings indicate that women and men 
participants’ silence perceptions originated from their surrounding environment are similar to each other.  
 
Table 3. t Test Results of the Teachers’ Whistle Blowing Perception Based on Gender Variable  
 Gender N X Ss sd t p 
External Whistle Blowing Woman 98 7.11 2.55 249 .783 .435 
Man 153 6.86 2.40 
Internal Whistle Blowing Woman 98 11.37 2.50 249 1.592 .113 
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Man 153 10.84 2.59 
No Whistle Blowing Woman 98 3.44 1.57 249 2.259 .025 
Man 153 3.01 1.39 
Total Whistle Blowing Woman 98 21.93 3.63 249 2.388 .018 
Man 153 20.73 4.07 
*p<,05 
 
The data in Table 3 shows that, at “External Whistle Blowing” extent women participants’ average is X =7.11 and 
men’s average is X =6.86. At “Internal Whistle Blowing” extent, while women participants’ average is X =11.37, men 
participants’ average is X =10.87. At “No Whistle Blowing” extent women participants’ average is X=3.44 and men 
participants’ average is X =3.01. There is no significant difference between the averages of women and men 
participants at .05 level (p<.05). At “Total Whistle Blowing”, while women participants’ average is X =21.93, men 
participants’ average is X =20.73. There is a significant difference between the averages of women and men 
participants at .05 level (p<.05). 
 
Table 4. One-way Variance Analysis Results of the Teachers’ Organizational Silence Perception Based on Age Variable 
Extent Age N X Source of Variance Total of Squares SD Average of Squares F p 
Manager 
 
25-30 years 47 10.63 Intergroups 32.095 4 8.024 1.042 .386 
31-35 years 46 10.06 Intragroups 1893.482 246 7.697 
36-40 years 59 10.08 Total 1925.578 250 
41-45 years 49 10.77 
46-years and above 50 9.84 
Total 251 10.27 
Teacher  25-30 years 47 31.76 Intergroups 108.361 4 27.090 .654 .624 
31-35 years 46 31.45 Intragroups 10183.734 246 41.397 
36-40 years 59 32.01 Total 10292.096 250 
41-45 years 49 33.38 
46-years and above 50 31.88 
Total 251 32.10 
Medium 25-30 years 47 10.59 Intergroups 19.490 4 4.873 .682 .605 
31-35 years 46 10.82 Intragroups 1757.450 246 7.144 
36-40 years 59 11.30 Total 1776.940 250 
41-45 years 49 10.83 
46-years and above 50 10.56 
Total 251 10.84 
Total 25-30 years 47 53.00 Intergroups 238.754 4 59.688 .619 .650 
31-35 years 46 52.34 Intragroups 23728.752 246 96.458 
36-40 years 59 53.40 Total 23967.506 250 
41-45 years 49 55.00 
46-years and above 50 52.28 
Total 251 53.22 
 
According to Table 4, based on “Manager”, “Teacher” and “Medium” extents, there are no significant variances at 
the participants’ perceptions. In addition, the highest perceptions at “Manager” and “Teacher” extents are seen at 41-
45 years, but at the “Medium” extent the highest perception is seen at 36-40 years.  
 
Table 5 . One-way Variance Analysis Results of the Teachers’ Whistle Blowing Perception Based on Age Variable 
 Age N X  Source of 
Variance 
Total of 
Squares 
SD Average of 
Squares 
F P 
External 
Whistle 
Blowing 
25-30 years 47 7.10 Intergroups 19.056 4 4.764 .783 
  
  
.537 
  31-35 years 46 7.08 Intragroups 1496.546 246 6.084 
36-40 years 59 6.50 Total 1515.602 250 
41-45 years 49 7.28 
46-years and 
above 
50 6.92 
Total 251 6.96 
Internal 25-30 years 47 10.76 Intergroups 29.411 4 7.353 1.115 .350 
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Whistle 
Blowing 
31-35 years 46 11.60      
36-40 years 59 10.79 Intragroups 1621.808 246 6.593 
41-45 years 49 10.81 Total 1651.219 250 
46-years and 
above 
50 11.36 
Total 251 11.05 
No 
Whistle 
Blowing 
25-30 years 47 3.42 Intergroups 
 
20.386 
 
4 5.096 
 
2.375 
 
.053 
  
  31-35 years 46 3.06 36-40 years 59 3.50 Intragroups 
 
527.813 246 2.146 
41-45 years 49 3.16 
46-years and 
above 
50 2.72 Total 548.199 
 
250 
Total 251 3.18 
Total 
Whistle 
Blowing 
25-30 years 47 21.29 Intergroups 
 
25.938 
 
4 6.484 
 
.413 .799 
31-35 years 46 21.76 
36-40 years 59 20.81 Intragroups 
 
3858.700 246 15.686 
41-45 years 49 21.26 
46-years and 
above 
50 21.00 Total 3884.637 250 
Total 251 21.20 
 
Based on the information in Table 5, participants’ perceptions for whistle blowing at “external”, “internal” and 
“no” extents do not have significant variances. In other words, participants from all age groups have similar 
perceptions.   
 
       Table 6. One-way Variance Analysis Results of the Teachers’ Organizational Silence Perception Based on the Teachers’ Years of Experience 
Variable  
Extent Years of Experience N X Source of Variance Total of Squares SD Average of Squares F p 
Manager 
 
1-5 years 52 9.86 Intergroups 32.691 3 10.897 1.422 .237 
6-10 years 51 10.88 Intragroups 1892.887 247 7.664 
11-15 years 62 10.00 Total 1925.578 250 
16 years and above 86 10.34 
Total 251 10.27 
Teacher  1-5 years 52 32.67 Intergroups 40.793 3 13.598 .328 .805 
6-10 years 51 31.78 Intragroups 10251.303 247 41.503 
11-15 years 62 31.61 Total 10292.096 250 
16 years and above 86 32.31 
Total 251 32.1 
Medium 1-5 years 52 11.13 Intergroups 30.153 3 10.051 1.421 .237 
6-10 years 51 10.29 Intragroups 1746.787 247 7.072 
11-15 years 62 11.22 Total 1776.940 250 
16 years and above 86 10.72 
Total 251 10.84 
Total 1-5 years 52 53.67 Intergroups 25.418 3 8.473 .087 .967 
6-10 years 51 52.96 Intragroups 23942.088 247 96.932 
11-15 years 62 52.83 Total 23967.506 250 
16 years and above 86 53.38 
Total 251 53.22 
 
According to Table 6, participants’ perceptions for organizational silence at “Manager”, “Teacher” and “Medium” 
extents do not have significant variances. In other words, participants from all years of experience groups have similar 
perceptions. 
 
Table7. One-way Variance Analysis Results of the Teachers’ Whistle Blowing Perception Based on the Teachers’ Years of Experience Variable  
 Years of 
Experience 
N X  Source of 
Variance 
Total of 
Squares 
SD Average of 
Squares 
F p 
External Whistle Blowing 
1-5 years 52 6.86 Intergroups 13.773 3 4.591 .755 .520 
6-10 years 51 6.60 Intragroups 1501.829 247 6.080 
11-15 years 62 6.93 Total 1515.602 250 
16 years 
and above 
86 7.24 
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Total 251 6.96 
Internal Whistle Blowing 
1-5 years 52 10.76 Intergroups 43.543 3 14.514 2.230 .085 
6-10 years 51 10.52 Intragroups 1607.676 247 6.509 
11-15 years 62 10.98 Total 1651.219 250 
16 years 
and above 
86 11.59  
Total 251 11.05 
No Whistle Blowing 
1-5 years 52 2.80 Intergroups 22.094 3 7.365 3.458 .017 
6-10 years 51 3.68 Intragroups 526.105 247 2.130 
11-15 years 62 3.27 Total 548.199 250 
16 years 
and above 
86 3.05 
Total 251 3.18  
Total Whistle Blowing 
1-5 years 52 20.44 Intergroups 78.663 3 26.221 1.702 .167 
6-10 years 51 20.82 Intragroups 3805.974 247 15.409 
Total 3884.637 250 
11-15 years 62 21.19 
16 years 
and above 
86 21.89 
Total 251 21.20 
*p<,05 
 
From the data in Table 7 it can be seen that there is a significant variance at “No Whistle Blowing” extent. Within 
this extent, teachers who have 6-10 years of experience, compared to other groups in the extent, have lower Whistle 
Blowing.  
 
Table 8. Simple Correlation Results to Detect the Relation Between Teachers Organizational Silence Perceptions and Whistle Blowing 
Perceptions 
VARIABLES  χ Ss 1 2 3 4 5 6 
Organizational Silence 
1 10.27 2.77 1      
2 32.10 6.41 .604* 1     
3 
10.84 2.66 .219** .443** 1    
Whistle blowing 
4 6.96 2.46 .112 .062 .026 1   
5 11.05 2.57 .152* .060 -.014 .416** 1  
6 
3.18 1.48 .024 -.010 -.032 -.192** -.419** 1 
1-Manager  2 -Teacher 3-Medium  4-External Whistle Blowing   5-Internal Whistle Blowing  6- No Whistle 
Blowing 
* Correlation is significant at 0.05  
level  
** Correlation is significant at 0.01 
level 
 
Pearson Correlation Analysis results aiming at detecting the relation between the teachers’ organizational silence 
perceptiona and whistle blowing perceptions are presented in Table 8. According to those results, it can be said that, 
there is a positive direction significant relation between internal whistle blowing and organizational silence’s manager 
sub extent (r=.152, p<.05). In other words, as the teachers’ internal whistle blowing increase their silence originated 
from the managers increase, too.  
 
7. Conclusion 
Whistle blowing is a subjective moral concept which is defined as the revelation of immoral/unlawful incidents, 
attitudes, behaviors and activities in an organization by employees in order to assure implementation of necessary 
corrective measures. The importance of whistle blowing partially comes from its emphasis on public interest. At 
public interest, organizational and individual interests receive a secondary attention while general interests come 
forward. Obviously, people may come across threats and similar problems during the whistle blowing process.  
 
This research aims at analyzing the relation between organizational silence and whistle blowing among 251 
teachers who work at primary and secondary schools in Konya city center and relational model was applied by using 
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survey method to detect existence and degree of changes among two or more variables.  Specifically, at analyses based 
on the teachers’ ages and years of experience variance technique, at analyses based on gender t test and at the process 
of detecting the relation between organizational silence and whistle blowing perceptions Pearson’s Correlation 
Analysis Technique have been used. The results of t test indicate that, woman and man participants have similar 
silence perceptions originated from their surroundings. When it comes to whistle blowing perceptions, t test results 
show that there is no significant difference between the averages of woman and man participants. One-way variance 
analysis results of the teachers’ organizational silence perception based on the teachers’ ages indicate that there is no 
significant variance at the participants’ perceptions at manager, teacher and medium extents and participants from all 
age groups have similar perceptions. Similarly, one-way variance analysis results of the teachers’ whistle blowing 
perception based on the teachers’ years of experience indicate that participants from all age groups have similar 
perceptions. One-way variance analysis results of the teachers’ organizational silence perception based on the 
teachers’ years of experience indicate that there is no significant variance at the participants’ perceptions, but at the 
same time at the scale’s whistle blowing section the data indicates a significant variance at “no whistle blowing” 
extent. Within this extent, it is observed that teachers who have 6-10 years of experience, compared to other groups in 
the extent, have lower whistle blowing. Based on the Pearson’s Correlation Analysis results aiming at detecting the 
relation between the teachers’ organizational silence perceptions and whistle blowing perceptions, it can be said that, 
there is a positive direction significant relation between internal whistle blowing and organizational silence’s manager 
sub extent.  
 
As a result, no significant relation has been detected among the general variables of the study, but a positive 
relation has been detected among some variables. It is observed that as the teachers’ internal whistle blowing increases 
their silence originated from the managers increases, too. In order to overcome some limitations, the study can be 
redesigned by including more participants and variables. Existing constraints and limitations of this study does not 
affect its significance. It sets a good example for the future studies which will be conducted in the field.  
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